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Abstract 
This study examines the managerial style profiles of successful project managers in different types of projects. The research is 
carried out by means of a survey addressed to project management practitioners of different countries. This questionnaire 
includes thirteen questions about managerial preferences, and each question inquiries two opposite options (e.g., preference for 
making decisions based more on logic or on emotions). This questionnaire was developed based on Jung’s personality theory. 
The answer to each question is gathered by means of a 5-point Likert scale. Seventy eight responses were collected from project 
managers with a minimum experience of 3 or more years in different fields or industries. Out of these data, it was concluded that 
most successful project managers have common core traits as extroversion, rational judging and structured behaviors. Differences 
by project field and years of experience were also accounted for further categorization and research. 
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1. Introduction 
Project managers play a key role in project success. Munns et al [1] emphasizes the role of project managers in 
achieving project success. This is one of the most studied topics in the project management research field. Different 
categories have been identified in the related literature. Some authors have focused their researches on the set of 
ideal skills that project managers should possess, meanwhile other authors have focused on the set of ideal 
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competences, even when the border between both is quite blurry. A good example of the first approach can be found 
in Meredith’s book [2]. Meredith et al. categorized the aptitudes needed for a project manager into six skill areas: 
communication, organizational, team building, leadership, coping, and technological skills. Katz [3] developed a 
useful taxonomy for these skills and suggested that effective management rests on three developable skills: human, 
conceptual and technical. Several researches are based on such approaches. El-Sabaa [4] developed a conceptual 
framework to enhance the selection and performance of effective project managers. Fisher [5] provided a more 
recent research and described what project management practitioners consider the skills and behaviors of effective 
project managers. Fisher also identified that some project managers’ skills and behaviors may be more appropriate 
for certain project industries as IT or construction. Stevenson et al [6] based their conclusions on a survey of 
recruiters and remarked the importance of soft skills. Regarding the second approach, the project management 
competences, the studies carried out by Turner et al are remarkable [7], [8], [9]. Yang et al [10] described the 
association among project manager’s leadership style, teamwork and project success. 
The work presented in this paper is focused on managerial styles. It could be included within the competences 
approach but it goes beyond that by focusing also on behavioral traits. We tried to identify some behavior and 
personality attributes related to managerial styles that most successful project managers should be willing to 
develop. Thus this research analyzes the preferences of project managers to make decisions or to interact with other 
team members. These preferences are not directly connected to leadership styles or competences, as they are closer 
to personality aspects. In fact, they have been derived from psychological theories, in particular from Carl G. Jung’s 
work on psychological types [11]. Jung’s theory explains that differences in human behavior are the result of a few 
variations in mental functioning. These differences relate to how people prefer to use their minds, and particularly 
how they perceive information and how they make judgments. Table 1 shows Jung’s personality preferences and 
how they are grouped into four areas. 
Table 1. Jung preferences. 
1. Focus of attention 
Extrovert (E) Those who relate best to the outer world. They feel more comfortable talking and sharing with others. They 
gain their energy from social activities and working in teams. 
Introvert (I) Those who relate best to their inner self. They feel more comfortable working on their own. They drain their 
energy from group interaction. 
2. Seeking of information 
Sensing (S) Those who rely more on facts than on theories or intuition. They focus on details and low level. When asked 
to review a document, they tend to find typographical errors. 
Intuitive (N) Those who rely more on intuition than on simply facts. They focus on the big picture. When asked to review a 
document, they have a tendency to identify patterns. 
3. Decision making 
Thinking (T) Decisions are made by using rational principles, laws and criteria. Thinkers are analytical, logical, and 
objective. 
Feeling (F) Decisions are made by values, devotion, sympathy, and harmony. Feelers will take the emotions and opinions 
of others into consideration when making a decision. They have a strong need to maintain harmony within a 
group or team. 
4. Relationships with the world 
Judging (J) They are structured, outcome-oriented, regulated, and decisive. They make decisions quickly. Judging 
members like to get things settled or come to a closure. 
Perceiving (P) They are process-oriented, flexible, and open-minded. They make decisions slowly. Perceiving members like 
to get additional information or consider a new possibility. 
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Several psychometrics questionnaires have been developed based on Carl Jung’s theory, probably being the 
Myers-Brigss Type Indicator (MBTI) the most commonly used. The MBTI is a psychometric tool designed to 
measure people preferences related to information input and judgment. Although MBTI essentially associates 
personality types to individuals, it also taps into key aspects of behavior in such areas as communication, problem 
solving, decision-making, and interpersonal relationships. Varvel et al [12] described team effectiveness related to 
individual Myers-Briggs dimensions. Bradley et al [13] focused on the effect of personality on team performance. 
Clinebell et al [14] emphasized the importance of MBTI training to improve teams. Church et al [15] and McCaulley 
et al [16] described how MBTI personality type could relate to leadership style. The MBTI also was proposed as a 
predictor of relationship quality [17] and as an analyzing tool for decision-making processes [18] and group 
dynamics [19]. 
The main objective of this work is to examine the common managerial styles and personality traits of most 
successful project managers (i.e., practitioners who most frequently obtain successful results in the projects they 
manage). The survey in this study was developed based on Jung’s theory but its goal was not to establish further 
connections between the results and the psychometric theories. 
2. Methodology 
Initially, a questionnaire was developed and divided into two sections. The first section was aimed to gather 
generic information about the participants: country, highest academic degree, years of experience as a project 
manager, and project management field or industry. The second section of the questionnaire was designed to collect 
the information related to the behavior/managerial preferences of successful project managers. These last questions 
were developed based on Carl G. Jung’s personality theory, but using a simple language that would avoid the 
participants to think about any psychometric relationship. This was possible after studying Jung’s work and related 
literature for more than 12 years. Table 2 shows each question and its related Jungian preference: 
Table 2. Questions and Jungian Preferences. 
Number Question Jung’s preference 
Q1 The most successful PMs have a low-level view more than a high-level view Seeking of information 
Q2 The most successful PMs prefer to make decisions based on logical more than on emotional 
arguments 
Decision making 
Q3 The most successful PMs are sociable more than reserved people Focus of attention 
Q4 The most successful PMs prefer a structured organization more than a flexible organization Relationship with the 
world 
Q5 The most successful PMs are pleasing more than firm people Decision making 
Q6 The most successful PMs have a long-term view more than a short-term view Seeking of information 
Q7 The most successful PMs prefer to have control more than flexibility Relationship with the 
world 
Q8 The most successful PMs are pragmatic more than creative Seeking of information 
Q9 The most successful PMs prefer to make consensus team decisions more than objective decisions Decision making 
Q10 The most successful PMs prefer to freeze the scope more than leave it open for additional 
requirements 
Relationship with the 
world 
Q11 The most successful PMs prefer to respect deadlines more than adapt them to new circumstances Relationship with the 
world 
Q12 The most successful PMs show fairness more than empathy Decision making 
Q13 The most successful PMs are introverted more than extroverted people Focus of attention 
 
Throughout these thirteen questions, the participants were asked about the preferences that successful project 
managers possess. The respondents were not asked directly about their own preferences but about the traits they 
know, for their professional experience, that successful project managers have (i.e., colleagues, customers, vendors, 
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contractors, or even themselves). The main reason to formulate these questions in third person was trying to avoid 
skewness in the participants’ answers when asked directly about their own preferences or traits. These thirteen 
questions were intentionally limited in number to keep the concentration of the participants while filling out the 
questionnaire, and thus gathering more representative answers. Not all the Jung’s preference groups had the same 
number of inquiries in the questionnaire. For example, the focus of attention is usually considered easier to measure, 
so only two questions were included. To avoid the participants to establish a connection with Jung’s theory, the 
questions were presented in a random order and for certain obvious attributes the number of questions was also 
limited. A 5-point Likert scale was used for the answers, so the participants could express the level of agreement 
about each question. Also a 4-point scale could have been applied, but we preferred to provide participants the 
freedom to choose a neutral answer. Each personality/managerial trait could be discerned as the questions were 
presented with two opposite options. As an example, question Q2 was derived from the decision-making process 
variable. Thinking individuals (thinkers) usually make decisions based on logic, meanwhile feeling people (feelers) 
take emotions and opinions into consideration when making any judgment. Using this type of questions we could 
identify if survey participants believed that most successful project managers should be thinkers or feelers, and the 
same way with the rest of the inquiries. This work somehow relates to project management success, but without 
digging into project success details. 
The next challenge was to find a way for distributing the questionnaire to the highest number of experienced 
project managers in an easy, fast and zero-cost way. This was successfully achieved by using the Internet and 
several project management groups and associations. The questionnaire was published in project management social 
networks, in particular in Linked-in groups. This survey was active for several months and the number of 
participants with 3 o more years of experience in project management was 78. 
3. Results 
Most of the survey participants and their answers came from Spain followed by United States, Australia and UK, 
as shown in the following figure. The countries distribution is not representative enough to draw furthers conclusions 
about it. 
 
Fig. 1. Countries distribution. 
Nevertheless, the project management fields and industries of the participants could be considered representative, 
as they are shown in Table 3. 
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Table 3. Answers distribution by industry. 
Most Relevant Projects Industry Number of answers 
Construction and Civil Engineering 10 
IT Systems and Infrastructure 10 
Software Applications 10 
Energy 9 
Research and Development 9 
Manufacturing 6 
Other Industries 4 
Medical and Health 3 
Public Administration 3 
Telecommunications 3 
Aerospace 2 
Commerce 2 
Electronic 2 
Financial 2 
Architecture 1 
Education 1 
Pharmaceutics 1 
 
The distribution of the participants experience in project management is also very interesting. Only respondents 
with at least 3 years of professional experience have been considered for this study and the rest were filtered out. As 
presented in Figure 2, 43 participants had 10 or more years of experience managing projects. Although it was not the 
goal of this work, a deeper analysis could be developed regarding the influence of the professional experience on 
projects’ success. Crawford [8] studied this subject in his work about the senior management perceptions of project 
management competence. 
Fig. 2. Distribution of Participants Experience. 
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The data gathered from participants were processed in order to get the typical statistics associated with Likert 
scales: mode, median, and cumulative frequencies. Results are presented in Table 4. Acronym Freq(x) stands for the 
total number of answers collected for each Likert scale option (1-Strongly disagree, 2-Disagree, 3-Neither agree nor 
disagree, 4-Agree, 5-Strongly agree). 
Table 4. Survey Results. 
Question Mode Median Freq(1) Freq(2) Freq(3) Freq(4) Freq(5) 
Q1 2 2 12 33 18 13 2 
Q2 4 4 3 13 12 34 16 
Q3 4 4 1 6 17 38 16 
Q4 4 3 3 22 20 30 3 
Q5 2 3 3 28 23 17 7 
Q6 4 4 0 2 14 39 23 
Q7 2 3 2 28 28 18 2 
Q8 4 3 1 19 20 30 8 
Q9 2 3 5 31 18 22 2 
Q10 4 4 1 18 17 26 16 
Q11 2 3 0 29 15 27 7 
Q12 4 4 0 9 26 38 5 
Q13 2 2 12 37 25 4 0 
 
The project manager profile can be drawn from this statistical information. The 5-point Likert scale can be easily 
transformed into a 3-point scale, as the questions represent two opposite options, and so the frequencies associated 
with each option can be added up. The unique conflict appears in question Q11 because its bimodality (this question 
is discussed further in the conclusions section). Table 5 presents the conclusions as well as the resulting managerial 
profile. An association between the managerial profile and Jung’s behavior was also established from data in Table 1 
and Table 2. 
Table 5. Managerial and behavior profiles. 
Question The most successful PMs Disagree Neutral Agree Preference Jung’s 
Type 
Q1 have a low-level view more than a high-level view 45 18 15 High-level view Intuitive 
Q2 
prefer to make decisions based on logical more than on 
emotional arguments 16 12 36 Logical decision Thinkers 
Q3 are sociable more than reserved people 7 17 40 Sociable Extrovert 
Q4 
prefer a structured organization more than a flexible 
organization 25 20 32 
Structured 
organization Judging 
Q5 are pleasing more than firm people 31 23 19 Firm people Thinkers 
Q6 have a long-term view more than a short-term view 2 14 41 Long-term view Intuitive 
Q7 prefer to have control more than flexibility 30 28 20 Control is preferred Judging 
Q8 are pragmatic more than creative 20 20 32 Pragmatic Sensing 
Q9 
prefer to make consensus team decisions more than 
objective decisions 36 18 24 Objective decisions Judging 
Q10 
prefer to freeze the scope more than leave it open for 
additional requirements 19 17 28 Freeze scope Judging 
Q11 
prefer to respect deadlines more than adapt them to new 
circumstances 29 15 29 
Can’t not be 
concluded NA 
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Q12 show fairness more than empathy 9 26 40 Fairness Thinkers 
Q13 are introverted more than extroverted people 49 25 6 Extroverted Extrovert 
4. Conclusions 
According to the answers of participants summarized in Table 5, the preferred managerial profile for successful 
project managers (i.e., practitioners who most frequently obtain successful results in the projects they manage) 
would be an individual who possesses a high-level and long-term view, is a fair and firm person, makes decisions in 
a logical and objective way, is extroverted and sociable, prefers structured environments and keeping the control 
over situations (e.g., over the scope, trying to freeze it and avoid scope creeping). Nothing has been concluded from 
question Q11 because of its bimodality. Most likely this is because the two options in this question are not totally 
opposite. According to project management knowledge and literature, looking after deadlines is one of the most 
important tasks, but also being flexible to overcome issues and unexpected circumstances is also key when managing 
a project. 
A personality profile for the successful project manager can be inferred based on the identified managerial 
preferences. According to the four dimensions identified by Carl G. Jung, we can introduce that most successful 
project managers usually are extrovert (focus of attention), thinkers (decision making) and judgers (relationships 
with the world). With regard to the information seeking dimension an inconsistency was found. According to 
questions Q1 and Q6, intuitive individuals are preferred over sensing people, but question Q8 indicates the opposite. 
Questions Q1 and Q6 reflect typical features associated with intuitive people (always in the context of Jung’s 
theory), however the pragmatic sense is connected with sensing people. Several explanations could be considered for 
this inconsistency. Most likely this inconsistency is based on the formulation of Q8 because presents two options 
that are not absolutely opposite (pragmatism vs. creativity). Pragmatism is more important for certain activities, 
phases, industries, or types of projects, meanwhile creativity is key under another circumstances. Thus this 
inconsistency could perfectly have shown that successful project manager usually possess these two traits. This 
subject will be further studied in a future work, analyzing the relationship between the participants’ answers and 
their industries, as well as the influence of their experience on projects’ success. 
The results of this research have theoretical and practical implications. With regard to the theoretical implications, 
this study has identified the desired managerial and personality profiles for project managers. These profiles can now 
be connected to other studies that correlate personality types to leadership styles, especially in the field of project 
management. Regarding the practical implications, this work allows a better understanding of the desired 
competences and behaviors of most successful project managers. 
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